The new generation, who grew up with social media and the intensive use of information technology, is pouring into the job market, disrupting the corporate culture and leadership models that have been known until now.
Introduction
The digital era that we are going through changes people's perception of life and work at an impressive speed comparable to the impact of the industrial revolution. The new phase of the digitization process, sometimes called the social stage, is characterized by a connection that has not been seen before, both at a personal and a professional level. Today, not only humans communicate through data transfer, but also the objects they use in everyday life, such as connecting the entire house to the new Wi-Fi technology.
In all types of industries, all existing companies, older or newer, private or public, start-up or multinational experience digital technology and are aware of its effects on their organization and functioning. These effects also affect management teams, how they work, transmit and place tasks or collaborate with employees.
Today's organizations face unprecedented challenges in their scale and complexity, determined by the intersection of five megatrends:
 Demographic and social changes  Changing global economic power  Rapid urbanization  Climate change and resource deficit  Technological discoveries The days when 20 years of management experience have guaranteed a strong performance as a leader have disappeared. Most of the problems faced today by leaders in the private and public sector are no longer similar to the complicated technical problems of the past.
According to a PwC analysis for 2017, there were 1379 CEOs worldwide, out of which 114 in the US. But all eyes are on the US economy, the executives are waiting for signs of economic growth from US corporations, with competitive threats growing. For the next 5 years, major changes are expected in terms of resource use, production and quality of life in general. For this purpose, the directors of the American companies have as important points in their agenda, creating a better relationship with the political partners, forming a new labor force, restoring the balance between man and machinery.
According to the 20th CEO survey of PwC (2017), executives are relying on blending technology with unique human capabilities, and only 16% intend to reduce the number of employees in the next 12 months, while 52% intend to increase the number of employees. Skills considered the most important are those that cannot be done by machines. In order for global business organizations to benefit from technology, they must create dynamic cultures capable of adapting to change, focusing on customer and employee experiences and developing the right mix of skills within the workforce. The leverage in achieving this goal is the implementation of operational excellence to combine human and digital work practices and to improve working methods.
Digital Development -Moore's Law -and the New Division of Labor
There are two things that accelerate the drastic changes caused by computer inventions, the internet and other digital innovations. These are the exponential advances in ICT technologies and the drastic decrease in computer power-related costs. First, the exponential progress of technology was first discovered in 1965 by Intel co-founder Gordon Moore, who detected that as the transistors in Intel processors became smaller, the number of transistors fitted into an integrated circuit has increased exponentially. This was based on Moore's proposed challenge that the semiconductor industry would continue this exponential growth that requires innovation, capital expenses and risk-taking so that, beginning with the 1970s, the computing power of an integrated circuit, a microchip, doubled every 18 months, a rule called Moore's law (Atkinson and Mckay, 2007) .
Moreover, Moore's statement was not based solely on accelerating digital development, but also presented the idea that the cost of cars will fall rapidly. Consequently, Moore (1965) supports the growth twice a year of the complexity for the component's minimum cost, that is, the amount of integrated computing power we can buy for a dollar. This doubling law has since been verified by many researchers and statisticians.
Many have argued that at some point Moore's Law has to slow down or even disappear because of the physical limits of the transistors (Brynjolfsson and McAfee, 2014) . The transistors have gradually decreased in size over the years and are now approaching the size of the atoms, but doubling the performance of the transistors was only a strategic successful goal implemented by Intel which now seems to no longer bring benefits by continuously reducing them.
Other field specialists say that by 2020 personal computers will attain human brain capacity or even more, depending on how the conservative estimation of human brain capacity is used. In fact, the human brain is at least a million times slower than the contemporary electronic circuits. However, the enormous power of the brain comes from its extremely parallel organization in three dimensions. In other words, the interaction between interneurons allows the brain to fulfill the various complex functions, such as learning and decision-making. Consequently, because doubling the CPU performance seems to reach the natural limit, the new paradigm may be in three-dimensional circuits. Although these estimates may seem radical, researchers' remarkable calculations of supercomputer power compared to brain function highlight the fact that the "third industrial revolution" induced by computer-based technologies is far more radical than previous industrial revolutions.
The implications of the exponential speed of the evolution of digital innovations and the use of the Internet have a large number of implications on the labor market. However, the controversy over the technological changes in the Industrial Revolution, which has greatly accentuated the demand for labor and human knowledge, digitization of labor simultaneously increases the demand for information processing tasks, while increasing the automation capacity of these tasks. Specialists argue that this ultimately means that the division of labor between digital and human capital will change so that people focus more on those tasks that can not yet be taken over by the computer, that is, those tasks in which people have a comparative advantage over computers.
As shown by the PwC (2017) analysis of executive directors, over 70% of them consider that the most important skills that can not be met by computers are those related to problem solving/conflicts, leadership abilities, and creativity and innovation. Also, in the recruitment process at the global level, the greatest difficulties are encountered in recruiting leaders and creative directors. STEM abilities are also very important that employees can prove. ( STEM abilities: Science, Technology, Engineering, Mathematics): statistics, group problem solving, creativity, argumentation, flexibility, intellectual curiosity -interdisciplinarity, decision-making based on data) ( Figure 1 The need for rapid response to frequent changes in the digital era changes old slow hierarchical models into flat organizations where employees are more empowered to make decisions (Jääskeläinen, 2015) . Therefore, even non-leader employees face situations where they need to lead their own tasks and operations with greater responsibility and similar qualities that a leader has. Consequently, leadership refers not only to top-level leaders but also empowered employees who can freely share suggestions or ideas about their organizations and have control over own activities.
Due to the acceleration of technological development, executives from all industries strive to keep up with the changes, learning about digital progress (example: social media, smart devices, etc.) as well as improving their business processes by using modern technologies. In order for organizations to react quickly to these changes and to capture new business opportunities, there are a number of important skills and a certain mentality that competent leaders or employees empowered to make certain decisions must have in the digital age.
Competence in an area can be described as a combination of knowledge, skills and an appropriate mentality, specific to the field of activity or context. Sometimes, although the basic idea of a skill remains the same, new tools are available to meet it, as is the case with digital technologies, and it is therefore considered that skills are the combination of a specific abilities in a more abstract sense together with a specific implementation tool.
Leadership
The concept of leadership is not clearly defined and often overlaps with management definitions. Contemporary ideas about leadership differ significantly from 90% 88% 75% 71% 53% 42% 39% Problem solving Leadership Adaptability
Creativity and innovation STEM Risk management those of previous centuries, with modern ideas being much less authoritarian (Markham, 2012) . McGonagill & Doerffer (2010) explain that leadership is now considered to be more an activity rather than a role that belongs to a single person. Cohen (1990) identifies leadership as "the art of influencing others at their maximum performance to accomplish any task, goal, or project." There is also a wide range of literature describing different types of leadership, which makes it difficult to have an all-encompassing definition.
Hoffman & Vorhies distinguished the two leadership and management concepts as follows: "Leaders of large organizations have a basic vision of the various technical aspects of the organization's work but delegate primary responsibilities to managers while they focus on higher-order questions in terms of mission, strategic planning and implementation, as well as on the evaluation and continuous improvement of the activity (2017, p. 24)." Kotter (2001) states that management involves addressing complexity, while leadership is about change. Leadership is therefore a rather abstract concept, dealing with attitudes, relationships and values, rather than concrete tasks that belong to the field of managers. Leaders have set the tone for the organization's work, making sure that employees are moving their efforts in the same direction. Therefore, we can assume that a successful leadership is an efficient leadership in the effort to help the team achieve its goals within the organization.
Transformational challenges faced by leaders
• Major reductions For established organizations, it is a common problem: investing in innovation, new markets or new products requires increased efficiency or a reduction in existing budgets, services or teams. Most organizations continue to face budget cuts, while maintaining service standards and production levels. The problems faced by leaders in this regard are how they can operate these cuts that work in the short term but not to affect the long-term sustainability of the organization and optimize cost savings without destroying quality of production, allowing the organization to gain a competitive advantage.
• Maintaining growth level Organizations must constantly rethink how they create value for customers in order to profitably grow. Operations within demographic segments, distribution channels, product/service offerings, or traditionally defined industries seem more and more out of service. Current clients defy classical notions about how they prioritize their choices. Those organizations that do not adopt the absolutely necessary change face a growing blockage. In this case, leaders' challenges consist of identifying and providing new sources of growth and identifying new ways to diagnose and exploit potential growth potential through innovative solutions when previous approaches have been exhausted.
• Switching to global functions Big savings in the cost area are generated by globalization of acquisitions, HR, finance and other support functions. The technical challenge of switching to standard IT platforms, global operating models and new service-level agreements is significant. However, the adaptive challenge is more difficult: creating new ways of working and changing governance structures between functions, regions and heads of state. One of the challenges faced by leaders is the creation of new ways of working in a global operating model.
• Strategic thinking in the medium and long term More and more CEOs are asking questions about what kind of business they are currently facing. Also, more and more people take up businesses in sectors or industries that are adjacent to or complementary to where they work. More than half of them appreciate that they will migrate to new business sectors over the next 3 years, according to the PwC study (2017), thus increasing competition between new businesses designed through globalization and internet development. Thus, challenges become more and more interesting in the sense of maintaining a loyal customer base, innovating simultaneously to exploit new opportunities.
• Technological disturbances The need for organizations to integrate new technologies into building their businesses to create product value is no longer a novelty. Moreover, digital technologies have revolutionized the way customers perceive this value. Organizations need to reconfigure their business models and operating models. To do this, they must ensure not only that they are investing in the right digital technologies but can also implement them intelligently and efficiently so as to encourage the organization to overcome its own limits but also ensure that it concentrates on its purpose and message and is not distracted by any new technology entering the market.
In 2005, David Rooke and William Torbert, in the awarded work Harvard Business Review, "Seven Leadership Transformations," presented the concept of the logic of a leader's actions, logic influenced largely by personal style and preferences, but only to the extent in which these preferences support them in fulfilling the roles they take, the challenges they are proposing, and the decisions they take when their power or security is threatened. The authors also argue that leaders with an advanced logic of action are better at tackling complex types of problems. This is an interesting approach in the context of the transformational challenges outlined above.
The problems that leaders have to face in this era of transformation can be grouped into:
 Current problems -usual commercial problems that are easy to understand and for which there is a certain pattern of how to resolve them using verified and tested procedures.
 Serious problems -direct challenges to business situations and seem difficult to solve and understand. The way to solve them is unclear and there is often disagreement about the right outcome. These issues are real challenges to ordinary activities and are not simply solved by a leader's order. These require flexible and collaborative solutions that the organization may not be prepared to manage.
 Critical problems -crisis situations where control needs to be implemented quickly and completely.
If we relate to the action logic system, one can see how this framework can be a useful way of referring to the features and attributes needed to support the "bad" problem solving.
Most current leaders are characterized by clear thinking and determination, but this is not enough when confronted with today's problems. There are also five features that would require compensation:
1. Trust in their opinions and eliminating prejudices about decision-making 2. Lack of empathy towards others 3. Rigidity or inflexibility of the leadership manner as a product of their expertise 4. Denial of uncertainty 5. Ambivalence regarding the concept of personal growth These limits can affect the organization's performance. Leaders with the ability to navigate successfully through this type of complexity are different in some fundamental aspects:
• the way they perceive their logic of action is more complex and multifaceted;
• have reflection capabilities that enable them to learn a lot from each experience;
• Their leadership is rather ordered instead of being based on support;
• Their ego allows them to adopt a position that will create opportunities for others to thrive.
Conclusions
Digital transformation is no longer just an attribute of the technical department, it migrated to the boardroom of leaders from all industries, sectors and regions. The present digital age is only a cornerstone in the evolution of a world that is possible through the exponential use of technology in the workplace. The digital era is moving at such a rapid pace that it fundamentally transforms the way in which organizations operate, whether private or public, and asks them to develop new ways of thinking in designing operating models. Therefore, it has profound effects on the functions of human resources departments (HR) in these organizations and their role in identifying new approaches to their management. (Deloitte, 2016) Obviously, digitization affects every industry and every organization. Thus, managing digital transformation will also affect those organizations that will survive, but who do not profit from the benefits of digitization. This point of view provides a step-bystep approach to enable organizations from the inside to cope with digital transformation. However, the leadership skills and the generalization of computer utilization are essential because a state-of-the-art digital organization is the one that continually improves its internal capabilities. HR functions have a vital and critical responsibility to induce change and translate strategic goals into skills that are always re-enforced to keep up with the challenges and market trends.
In the digital age, leaders need to be well-equipped with both digital and emotional agility in operating in an uncertain and complex environment. Today, in decision-making process and innovation, efficient leaders work in rapid learning cycles. Above all, relying on specialist literature, it is clear that organizational and emotional agility are becoming increasingly critical in the digital age.
